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ABSTRACT 
Previous study revealed that organizational commitment plays the crucial role for 
individual and organizational outcomes. Career planning can be seen as a lifelong 
individual process that can develop personal career objective and act in a respective 
ways. The term of career it shows individual jobs done for one's working life. The aim of 
this research is to examine the relationship between the organizational commitments and 
career planning. Using the self-administer questionnaire, this study involved 201 
respondents from professional and management group from IT personnel Mesiniaga 
Berhad, Subang Jaya Selangor. Statistical Package for Social Science (SPSS) version 
21.0 has been used to analyse the data in this study. Correlation analysis results shown 
there are strong relationship between career planning and organizational commitment, 
while the r value for regression analysis was 0.23. That's mean in this study 23 percent of 
organizational commitment was explained by career planning. Thus, to achieve the 
mission and vision of the organization, the organization must have strategies to increase 
the loyalty, willingness and involvement among employee. 
Keywords: organizational commitment, career planning, awareness and self­ 
environment, goal setting. 
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ABSTRAK 
Kajian lepas menunjukkan komitmen dalam organisasi memainkan peranan yang penting 
terhadap seseorang individu dan organisasi. Tujuan penyelidikan ini adalah untuk 
mengkaji hubungan antara komitmen organisasi dan perancangan kerjaya. Dengan 
menggunakan so al selidik kendiri, kajian ini telah melibatkan seramai 20 I responden dari 
kumpulan profesional dan kumpulan pengurusan teknologi maklumat (IT) di kalangan 
kakitangan Mesiniaga Berhad, Subang Jaya Selangor. Kajian ini telah menggunakan 
Statistical Package for Social Science (SPSS) versi 21.0. Analisis korelasi menunjukkan 
terdapat hubungan yang kuat antara perancangan kerjaya dengan komitmen organisasi, 
manakala nilai r untuk analisis regresi adalah 0.23. Ini bermaksud, sebanyak 23 peratus 
komitmen organisasi dijelaskan oleh perancangan kerjaya. Oleh itu, bagi mencapai misi 
dan visi organisasi, organisasi mesti mempunyai strategi untuk meningkatkan kesetiaan, 
kesediaan dan penglibatan di kalangan pekerja. 
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1.1 Background of the Study 
In the modem world, organizational commitment and career planning remains to be an 
important topic for most organization and the impact on important work-related 
outcomes. In generally, most challenges faced by organization are the different meanings 
to related work and careers for each individual. According to Schreuder and Coetzee 
(2006), in one organization, the individuals are prefer engaging them self to kind of 
others related work that may including in a sense of belonging, a part of a structure, and 
developing status, interests and competencies. 
Besides that, according to Baruch (2004), in one organization, career planning were 
categorise as the important part of a person that contributes to the improvement of 
employee identity such as personal development and growth. On the other hand, career 
planning was constituted to a person's new challenges where human resource 
management (HRM) the strong team to help them. 
However, according to De Vos, Dewettnick and Boyens (2007), there is amount of 
research were attention to work related outcomes in organisational commitment. 
However, in the modem world nowadays, there are a lot of new challenges facing by 
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APPENDIX A 
SURVEY QUESTIONNAIRE, ENGLISH VERSION 
COLLEGE OF BUSINESS 
UNIVERSITI UT ARA MALAYSIA 
Dear Sir/Madam 
I am Norfadzly Bin Abd Rahim, a Master of Human Resource Management student from 
Universiti Utara Malaysia (Matric no: 821315), currently conducting a research entitled 
"The relationships of Career Planning towards Organizational Commitment". In 
endeavouring to conduct this research data will be collected from Mesiniaga Berhad 
employees. 
Fortunately you have been nominated to take part in this research and may I ask that you 
kindly complete the questionnaire enclosed. I assure you that it would not take longer 
than 30 minutes as your cooperation will contribute to improving the Career Planning on 
organizational commitment at Mesiniaga Berhad 
All data provided will be treated as confidential and will only be used for this academic 
research. 
Thank you for your cooperation 
Yours sincerely, 
Norfadzly bin Abd Rahim 
College of Business, 
Universiti Utara Malaysia 
060 lO Sintok, 
Kedah 
012-2998971, norfadzly _ abd@oyagsb.uurn.edu.rny 
Section A: Background Information 














Others (Please specify: ------� 
Single 
Married 
Others (Please specify: ------� 




50 and above 
Primary school certificate 
SRP I SPM I STPM 
Diploma or equivalent 
Bachelor's degree or equivalent 









Number of years in the s 
present company t=' 
0-5 years 
6-10 years 
1 1 - 1 5  years 
16-20 years 
20 years or more 




More than 20 years 
Number of years in the 
present position 
Less than I year 
I - 5 years 
6-IOyears 
1 1  -  20 years 
More than 20 years 
Section B: Organizational Commitment 
Please tick (x) in the appropriate box to indicate your level of agreement for each statement 
below. 
I -strongly disagree 
5-strongly agree 
2-disagree 3-neither agree nor disagree 4-agree 
Item Statement I 2 3 4 5 
I. 
It would be very hard for me to leave my job at 
this organization right now even if I wanted to. 
2. 
I would be very happy to spend the rest of my 
career in this organization. 
3. 
I do not feel any obligation to remain with my 
organization (External). 
I really feel as if this organization's problems are 
4. my own. 
5. 
Too much of my life would be disrupted ifl leave 
my organization. 
6. 
Even if it were to my advantage, I do not feel it 
would be right to leave. 
7. I feel like 'part of my family' at this organization. 
8. I would feel guilty if! left this organization now. 
9. I feel 'emotionally attached' to this organization. 
10. This organization deserves my loyalty. 
Right now, staying with my job at this 
1 1 .  organization is a matter of necessity as much as 
desire. 
12. 
This organization has a great deal of personal 
meaning for me. 
13. 
I believe I have too few options to consider 
leaving this organization. 
14. 
I feel a strong sense of belonging to this 
organization. 
15. 
I would not leave my organization right now 
because of my sense of obligation to it. 
One of the few negative consequences of leaving 
16. my job at this organization would be the scarcity 
of available alternative elsewhere. 
17. I owe a great deal to this organization. 
One of the major reasons I continue to work for 
18. this organization is that leaving would require 
considerable personal sacrifice. 
Section C: Career Planning 
Please tick (x) in the appropriate box to indicate your level of agreement for each item 
below 
I-strongly disagree 2-disagree 
5-strongly agree 
3-neither agree nor disagree 4-agree 
Item Statement I 2 3 4 5 
I I know my strengths, weaknesses and abilities. 
2 
I have accurate information about organization's 
management policies that can affect my career. 
3 
My awareness of career interest had helped to clarify 
my career plans. 
I have accurate view of the opportunities and 
4 constraints that may occur in the work environment 
which can affect mv career. 
5 
I have not yet really decided what my career 
objectives should be. 
6 I have plans for my career. 
7 I have strategies for achieving my career goals. 
8 I know what I need to do to reach my career goals. 
- 
9 My career objectives are not clear. 
IO I change my career objectives frequently. 
End of Questionnaires 
Thank you for your time and participation. 
